Since the onset of the Great Recession, "doing more with less" has become a policy mantra. To do more with less, a range of governments have concurrently imposed wage cuts and greater work demands on public employees. This article assesses the impact of these changes on the job satisfaction and work motivation of public employees in 34 European countries. Congruent with previous studies linking income and working hours with job attitudes, it finds a negative impact on both. There are thus no free austerity lunches: while public employees may work longer hours at lower pay, they are less satisfied and less motivated when doing so. One caveat applies. The effect on motivation -albeit not satisfaction -is mitigated when employees feel their values are aligned with those of their organizations. This puts a premium on public managers fostering value alignment, particularly when it is hardest to achieve: in times of cutbacks.
Introduction
In the last decade, public organizations across the globe have been put under stress by increasingly demanding work environments. This trend is driven by the concurrence of austerity measures and greater citizen demands for quality public services (Karanikolos et al. 2013 : Raudla et al. 2015 . In other words, since the Great According to social exchange theory, employees evaluate the fairness of their working conditions by "comparing their own ratio of inputs (e.g., effort and skill) and outcomes (pay, recognition) to the input-outcome ratios of important 'comparison others' such as close coworkers, workers in other companies, or the employee's past work history" (Rynes, Gerhart, and Minette 2004, 388) . Consequently, where employees compare their current situation -lower pay and/or longer working hourswith their own past in times of cutbacks, their notion of equity is violated. Rousseau (2001) states that this violation in turn constitutes a breach of contract between the employee and the organization. Rousseau's theory -which derives from social exchange theory -is based on the notion of an unwritten agreement (a psychological contract) between employees and their organization: employees expect to perform certain tasks to obtain certain rewards. Greater predictability of pay and benefits in the public sector, arguably, enhance the perceived strength and importance of this contract in the case of public employees. Cutbacks thus breach both this psychological contract and employee notions of equity. Consequently, employee satisfaction with their jobs declines.
Job-demands theory provides an alternative theoretical account to explain the negative relationship between cutbacks and job satisfaction (Bakker and Demerouti 2007) . Cutbacks concurrently enhance work demands and decrease the amount of resources employees can rely on in their work. They may thus exhaust employees' mental and physical resources, resulting in decreased job engagement and satisfaction.
Theoretically, we may thus expect a significant negative relationship between worse working conditions and job satisfaction. Empirically, the relationship between income and working hours and job satisfaction has been recurrently explored. In the public sector, a recent meta-analysis has identified sixteen studies linking income with job satisfaction, yielding on average a moderate positive correlation between the two.
Similarly, fewer work demands are positively and moderately correlated with job satisfaction, albeit with a smaller number of studies and observations supporting this inference (Cantarelli, Belardinelli, and Belle 2015) . The select prior research more specifically focused on the attitudinal effects of the Great Recession in the public sector is, as noted in the introduction, largely congruent with this prediction: it associates cutbacks with lower job satisfaction (Conway et al. 2014; Kiefer et al. 2015; van der Voet and Vermeeren 2016) . With the findings of these studies in mind, it is plausible to hypothesize that wage cuts and enhanced work demands on public employees in Europe -in short worse working conditions -impact their attitudes towards their jobs and, in particular, job satisfaction in the following way (H1):
Hypothesis 1: Worse working conditions contribute to lower levels of job satisfaction of public employees.
Next to job satisfaction, prior studies point to a plausible effect of working conditions on work motivation. We understand work motivation here as an inner force that drives individuals to accomplish specific tasks that are believed to have a positive effect towards the organization's performance (Perry and Porter 1982) . Thus, it gives individuals' behavior purpose, persistence and direction.
In the general management literature, salary changes and working overtime have been found to be strong predictors of work motivation (Beckers et al. 2004; Frey 1997; Rynes, Gerhart, and Minette 2004) . When companies cut salaries of employees and ask them to keep working the same number of hours, their motivation diminishes. As with job satisfaction, social exchange -and its derivative psychological contracttheory provides a theoretical rationale for this negative effect of (worse) working conditions on motivation. As noted above, cutbacks breach both the employees' psychological contract with their employer and employee notions of equity, including by reducing advancement opportunities, compensation and job security. In response to reduced efforts from the organization, employees reduce their contributions to the organization -and thus rebalance the exchange relationship -by decreasing their effort and investment toward the organization (Lavelle, Rupp, and Brockner 2007) .
Whether this theoretical prediction does lead to lower motivation of employees in public sector contexts remains empirically scarcely tested, however. Public service motivation (PSM) has been extensively researched (Perry, Hondeghem, and Wise 2010). For our purposes, however, PSM is of limited use. It is a more circumscribed concept, referring to motives that drive individuals to help society and its citizens (Kim and Vandenabeele 2010; Perry and Wise 1990) -rather than a broader motivation to accomplish tasks that are perceived to benefit an organization's performance.
Similarly, in regards to the effect of pay, the relationship between pay-forperformance on public employee motivation has seen ample studies; a recent metaanalysis includes 46 such studies (Weibel, Rost, and Osterloh 2010) . Yet, the effect of pay cuts and increases in working hours on work motivation is much less wellexplored. Resource reductions have been associated with lower morale in the public sector qualitatively, but not quantitatively (Levine 1979; Kiefer et al. 2015; Lindorff, Worral, and Cooper 2011) . Our study improves upon this limited quantitative evidence basis, testing whether the motivation of public employees asked to earn less and/or work longer hours for the same salary decreases (H2).
Hypothesis 2: Worse working conditions contribute to lower levels of work motivation of public employees.
Salary cuts and increased working hours are not the only determinants of job attitudes such as job satisfaction or work motivation. Other variables are also at play.
Importantly, these variables may mediate the effect of working conditions on job attitudes. To illustrate, in the post-2008 austerity context, van der Voet and Van de Walle (2015) identify a mediating role for autonomy when it comes to explaining job satisfaction. Our article accounts for this empirically and goes further from a theoretical point of view. It, additionally, considers the role of value alignment in job satisfaction and work motivation in the post-2008 austerity context.
As context for this discussion, note that values may be understood as "a broad tendency to prefer certain states of affairs over others" (Hofstede 1980, 19) . Attitudes, by contrast, are "a relatively enduring organization of beliefs around an object or situation predisposing one to respond in some preferential manner" (Rokeach 1968, 112) . The two are related but distinct: in Homer and Kahle's (1988) terms, values predict attitudes and attitudes predict behaviors. Drawing on job-demands and psychological contract theory, we argue that value alignment moderates the effect of working conditions on job satisfaction and work motivation. 
Data and Methods
The data for hypothesis testing is drawn from the fifth edition of the European Working Conditions Surveys (EWCS), conducted in 2010. In this edition, workers were surveyed in the EU28 plus Macedonia, Turkey, Norway, Albania, Kosovo, and Montenegro. The survey was implemented via face-to-face interviews by Gallup Europe and its network of national institutes (Gallup Europe, 2010 
Sample
The sample was selected by a multi-stage, stratified, random approach. A primary sampling unit was drawn randomly for each region of the 34 countries by considering the degree of urbanization. Secondly, a random sample of households was drawn in each primary sampling unit. Finally, the worker chosen in each household was the one who had his or her birthday next. Therefore, only one interview was conducted in each household. As Daniels (2004) Each participant country interviewed at least 1,000 employees (see Gallup Europe 2010 for the overall number of responses per country). Participants needed on average 42 minutes to complete the questionnaire. In total 43,816 employees were surveyed, at a response rate of 44.2%. To classify respondents, the questionnaire asked each participant to select one of the following options: private sector; public sector; joint public-private organization or company; not-for-profit sector, NGO; Other (define), Do not know; and finally, refusal to answer the question. This article focuses on the 9,761 employees (i.e. excluding managers) who work in the public sector.
1 The final sample contains employees from several sectors: central public administration (22%), education (29%) and health (20%). Our two dependent variables are related but distinct concepts. Prior research suggests that they can mutually affect each other, but may still be present without the respective other (Furnham, 1992; Furnham et al. 2009 ). As such, it is important to study them as separate dependent variables. Our study is empirically congruent with this assertion: our two dependent variables are significantly, albeit not highly correlated (r=0.38).
Dependent Variables

Explanatory Variables
The key explanatory variables in the survey are questions querying about changes in income and working hours: gender, age, education, income, working hours, size of workplace, tenure, work pressure, autonomy, organizational involvement, feeling of work well done and useful work. Note that, with the inclusion of levels of income and working hours among controls, the study also ensures that our key explanatory variables are capturing changes in these variables since 2009 while keeping levels constant.
Since the present study relies on perceptual measures for the two dependent variables and some of the explanatory variables from the same respondent, common method bias may occur (Podsakoff and Organ 1986). To reduce the likelihood that respondents "edit their responses to be more socially desirable, lenient, acquiescent, and consistent with how they think the researcher wants them to respond" (Podsakoff et al. 2003, 888) , respondent anonymity was guaranteed. In addition, the questions pertaining to the predictors and criterion variables were segmented into different sections of the survey as recommended by Podsakoff et al (2003) . Thus, while common-method bias cannot be ruled out, the aforementioned duties of care suggest that it is not a significant problem in the context of this research.
Results
In order to test the hypotheses, we conduct six hierarchical linear regression models, three for each of our two dependent variables: job satisfaction and work motivation. This is an appropriate approach given the two-level hierarchical nature of our data, which groups individuals (level 1) into countries (level 2). Thus, in this analysis we recognize that public sector employees within a particular country may be more similar to one another than employees in other countries (Hofmann 1997) . In this vein, hierarchical linear regression models overcome the problem of independent observations derived from our large-N cross-European sample (Osborne 2000). 'Connell 1990; Menard 1995) . The correlations between the control and explanatory variables are low to moderate. In addition, the average coefficient of the variance inflation factors (VIF) used to assess multicollinearity is 1.20 and all the factors are below 2.
Descriptive statistics
[ Table 1 here]
Analysis
We now turn to presenting the results of the hierarchical linear models for job satisfaction (table 2) and work motivation (table 3) respectively. In each of the tables, Model 1 includes only the control variables. Model 2 adds our main explanatory variable (working conditions). Model 3 considers the hypothesized interaction effect between working conditions and value alignment.
Comparing differences in the log likelihood between Model 1 and Model 2 suggests that changing working conditions after 2009 are a powerful explanatory factor for both job satisfaction and motivation. In the case of job satisfaction, the log likelihood is reduced from 3,723 to 3,097 (table 2); in the case of work motivation, the log likelihood decreases from 5,204 to 4,359 (table 3) . In both cases, the overall fit of the hierarchical linear models is statistically significantly improved by adding working conditions as an explanatory variable.
[ Table 2 here]
[ Table 3 here]
Significance extends not only to our three models but also the causal effects of changing working conditions. As illustrated in (Brooke, et al., 1988; Brown, 1996) . In addition, more autonomy among employees, higher levels of organizational involvement, having the feeling of doing work well done, doing useful work, and having values that are aligned with the organization are positively and significantly related at the 5% level or above to both job satisfaction and motivation. Second, greater work pressure impairs job satisfaction -albeit not motivation (p < .01). When employees have to work at high speed and under tight deadlines, they are less satisfied with -yet equally motivated to do -their jobs. Third, demographic characteristics matter, although differentially for job satisfaction and work motivation. The older an employee gets, the less satisfied -yet not less motivated -they will be with their job (p < .05). At the same time, women are associated with higher work motivation than men, yet not more job satisfaction (p < .01).
Disaggregating this analysis into distinct European regions enables us to add further evidence in favor of our main hypotheses. Prior research based on the Coordinating 
Robustness Checks
Several robustness checks lend further credence to our findings. First, we find that moderators identified in prior studies -autonomy and job insecurity -do not detract from the significance of most of our findings. Van der Voet and Van de Walle (2015) argue that autonomy moderates the relationship between cutback measures and job satisfaction. We find empirical support for this assertion for job satisfaction. At the same time, autonomy is -contrary to value alignment -not a significant moderator for work motivation (see 
Discussion
In sum, the results provide strong confirmatory evidence for a negative effect of pay cuts and longer working hours in 2009-2010 on both job satisfaction and work motivation. There are thus no free austerity lunches: while public employees in Europe may work longer hours at lower pay, they are less satisfied and less motivated to perform for their organizations when doing so.
The effect on job satisfaction is congruent with both job-demands theory -worse The policy implication is clear: public sector leaders should put a premium on measures to strengthen value alignment particularly when it is arguably hardest to achieve: in times of cutbacks.
Conclusion
Our study offers significant contributions to the scholarly understanding of both austerity governance and bureaucratic job attitudes. First, it provides the most large- This, of course, does not mean that all is lost. At least in 2010, public employees in all European countries were still on average more satisfied than dissatisfied with their jobs. Similarly, work motivation scores were on average above the mean of the scale in public sectors of all European countries. Our results, however, do shed doubt on the extent to which governments can turn 'doing more with less' mantras into practice.
Public employees are central agents to achieve more with less -yet austerity-induced pay cuts and work demands decrease both their job satisfaction and work motivation.
Doing less with less may thus well be a more accurate description of organizational behavior after the Great Recession. A second limitation is that the data represent only public employees who remained in the public sector after the onset of the Great Recession. Panel data would be required to also study those who left -who, likely, saw the greatest decline in satisfaction and motivation. Much fertile empirical ground to study the relationship between austerity and organizational behavior and attitudes in the public sector thus remains.
Notes
1 Due to item non-response, the full models of the regression analyses in Tables 2 and   3 only include responses from 3,199 of the 9,761 public employee respondents. 82 percent of the decrease in observations from the full public employee sample to those included in the regression is due to non-response to four variables: work pressure, organizational involvement, income and working conditions. To assess potential nonresponse bias, we tested whether survey respondents who did not respond to these items differed in our other explanatory variables from those who did. We found no statistically significant differences between the two groups in terms of gender and education, thus providing some suggestive evidence that item non-response does not bias our results. 
Control and Explanatory variables
Country 1=Belgium  2=Bulgaria  3=Czech Republic  4=Denmark  5=Germany  6=Estonia  7=Greece  8=Spain  9=France  10=Ireland  11=Italy  12=Cyprus  13=Latvia  14=Lithuania  15=Luxembourg  16=Hungary  17=Malta   18=Netherlands  19=Austria  20=Poland  21=Portugal  22=Romania  23=Slovenia  24=Slovakia  25=Finland  26=Sweden  27=UK  28=Croatia  29=FYROM  30=Turkey  31=Norway  32=Albania  33=Kosovo  34=Montenegro 9,761 --1-34 -3,078.985 -3,078.405 -4,329.579 -4,328.098 N 3,199 3,199 3,199 3,199 Notes: Hierarchical linear model regression coefficients with standard errors in parentheses. *** p < .001; ** p < .01; * p ≤ .05 -3,074.0965 -3,075.563 -4,327.287 -4,327.320 N 3,199 3,199 3,199 3,199 Notes: Hierarchical linear model regression coefficients with standard errors in parentheses. *** p < .001; ** p < .01; * p ≤ .05 -3,075.916 -3,077.567 -4,329.627 -4,329.585 N 3,199 3,199 3,199 3,199 Notes: Hierarchical linear model regression coefficients with standard errors in parentheses. *** p < .001; ** p < .01; * p ≤ .05 -3,079.664 -3,079.237 -4,330.249 -4,329.709 N 3,199 3,199 3,199 3,199 Notes: Hierarchical linear model regression coefficients with standard errors in parentheses. *** p < .001; ** p < .01; * p ≤ .05
Online Appendix -3,077.737 -3,077.736 -4,332.594 -4,330.311 N 3,199 3,199 3,199 3,199 Notes: Hierarchical linear model regression coefficients with standard errors in parentheses. *** p < .001; ** p < .01; * p < .05 
